Today, the changing nature of work and organization that occurs is quite high, causing the organization to be under pressure to adapt to changing circumstances. Work becomes more dynamic, making proactive behavior seen as a critical determinant of an organization's success. The purpose of this study was to identify the effect of HR practices on proactive behavior, as well as the role of mediation of work attachment to the relationship. Hypothesis testing using Generalized Structured Component Analysis model. From the test results found that the attachment of work plays a role in mediating the influence of work attachment to partial mediation behavior (Partial mediation). Limitations This study is using cross sectional data, a specific type of company and does not use data discriminately. This study uses dimensional integration to test proactive behavior that is directly influenced by HR practices and indirectly mediated by work attachment.
I. PRELIMINARY
The current labor market, characterized by flexibility, rapid innovation and continuous change, so organizations look for specific competencies and behaviors of employees who are able to adapt to the needs of the workforce [1] . Changes in the nature of work and organization that occur, causing the organization is under pressure to adapt to changing [2] . The company expects employees to exceed employment limits [3] . Work becomes more dynamic, making proactive behavior seen as a more critical determinant of the success of an organization [4] . Proactive is very important in today's decentralized workplace, where competition is greater and increasing pressure to innovate [5] . Proactive behavior in work is an important factor in changing the work environment [2] . Proactive behavior represents selfinitiative which is an anticipatory action to change and improve a particular situation or self [3] . Bateman and Crant [4] describe proactive behavior not only as an individual construct, but also an interactional relationship where people can and intentionally change the environment.
Maden [3] states the practice of Human Resources (HR) with its components of high involvement HR practices affect proactive behavior, by stimulating employee engagement and goal-oriented learning. While Tummers [2] found that HR practices affect proactive behavior. The practice of high-involvement human resources is a variety of HR practice measures incorporated into a model first introduced by Lawler in 1986. This practice has a goal to develop employee commitment and involvement in the workplace [6] . Meanwhile, work engagement is a positive thing, a job that includes all thoughts characterized by passion, dedication, and absorption [1] , in which one's engagement, satisfaction, and enthusiasm for the work done [7] .
This research takes consultancy services company with non-construction specifications incorporated in the Indonesian National Association of Consultants Bali (Inkindo Bali). A consultant is a service profession that seeks and finds solutions and solutions, based on the excellence of its professional expertise and professional competence, complete and reliable, to the needy, with honest, integrity, impartial, impartial On the principles of ethical codes and professional conduct. Non construction service is a service or service with non-physical job qualification (study). Customization and high pressure from stakeholders, make the consultant consultants should be smart in finding a way for every circumstance that occurred. This makes a consultant must have highmotivated employees to take initiative and have high innovation [3] - [5] . This study is a development of Maden [3] and Tummers [2] by examining the direct effect of HR practices on proactive behavior and the role of mediation of work attachment to those influences. This study uses high-involvement HR practices as dimensions that measure HR Practices and dimensional integration from Bateman and Crant [4] with Parker and Collins [5] to measure proactive behavior.
II. LITERATURE REVIEW A.
Proactive behavior Proactive behavior is a particular form of motivational behavior [8] . Proactive action is an action that is motivated, conscious, and has a well-directed goal that is recognized in the expectancy theory. Individuals want and need to be proactive or see the value associated with being proactive to reach a different future [5] . This is in line with Bateman and Crant [4] who explained that individuals are proactive, actively creating environmental change. Parker [5] asserts that proactive behavior has three key attributes: self-starting, change-oriented, and focused on the future [5] , [7] , [9] .
Proactive behavior is challenging the status quo, taking initiative against a situation as it happens and what will happen [4] . Proactive is the way to improve decision making and performance [5] . Being proactive is about taking control to make things happen rather than watching things happen, anticipate and prevent problems, and seize opportunities. It involves self-effort, taking the initiative to bring about change in the work environment and/or self to reach a different future [3] - [5] . This is in contrast to Grant states that proactive behavior is second nature, where behavior is created through culture, family life, educational experience or the cumulative impact of a workplace that does not accept proactive employees. Employees need to be proactive when developing careers.
Researchers have proven that employees who have proactive characters tend to have a proactive role in the workplace, such as being active and providing feedback, and trying to have control over the social environment and oneself has a personal initiative, problem prevention, individual innovation, taking charge, and voice. B.
The practice of human resources The practice of human resources is a motivation that influences employee behavior in companies such as commitment, proactive, trust and vitality related to change management [3] . HR practices are closely related and affect employee performance in a company. Some of the things companies do in collecting and using the intelligence, ideas and motivations of all workers, where companies choose from a variety of HR practices, by Didier & Guerrero [6] are described as a high-involvement human resources practice first introduced by Lawler in 1986, with a view to developing employee commitment and involvement in the workplace. In this study, Maden's dimension is based on the conceptual framework proposed by Lawler, which is a high-involvement human resources practice which is divided into five sections, Empowerment, Competence Development, Information Sharing, Recognition (recognition) Fair Rewards (fair reward). C.
Work attachments Work attachments are assumed to be opposite to burnout, bound employees are energetic and effectively connected to work activities, and employees see themselves as capable of handling well the demands of the job. Employee Engagement as a new concept in which one's involvement, satisfaction, and enthusiasm for the work is done, something that is emotionally embedded in the work of the employee himself. Work attachment is an active behavior about high involvement
In employment. Shantz [10] states that employees holding jobs with high levels of autonomy, diverse tasks, significant tasks and feedback will have higher attachments, reciprocity, higher performance ratings than supervisors, and little or none Do deviant behavior. The attachment significantly affects innovative work behavior [11] . With regard to work attachment, an organization can potentially develop a strong innovative culture, improving the relationship between employees and leaders which can improve a company's performance. The bound employee does not work hard because the inner drive is strong and unbearable, but because of the feeling that work is fun. Work attachment is characterized by vigor (spirit), dedication (dedication), and absorption (absorption) [1] . This study examines the role of mediation of work attachment in the influence of HR practices on proactive behavior. To know the role before it is necessary to know the direct effect of HR practices on work attachment and the influence of work attachment to proactive behavior.
HR practices affect proactive behavior [2] . Moments team members feel appreciated, acknowledged and supported by leaders, team members will be more willing to share responsibility, work together and commit to team collective goals, which can then lead to higher team proactive behavior. When employees feel that their contribution is not heard, the motivation of the rich will decrease (demotivate) and productivity will be disrupted. Results indicate the importance of empowerment variables and individual differences to stimulate proactive behavior within an organization. Marescaux states that HR practices have a significant effect on employee behavior in the workplace.
III. RESEARCH METHODOLOGY

A. Participants and Procedures
The sample of this research is 98 technical and administrative employees working in consultancy services company with non-construction specification in Denpasar city incorporated in Indonesian Consultant Association of Bali. The survey was conducted by distributing 105 questionnaires directly to 10 companies. All the questionnaires returned, but there were 7 questionnaires that were not complete so they were not used in the study. The research instrument is translated into Indonesian before it is distributed.
Characteristics of the sample based on the recapitulation of the questionnaire, the most gender was male by 64.29% with the most 18-24 years age range of 40.82%. For the education level most participants S1 by 70.41%. While the working period has a range of 1 year to more than 20 years, most with a range of 1-5 years of 66.33%. B.
Measurements Proactive Behavior. Proactive behavior is measured in Bateman and Crant for proactive personality dimensions, Parker and Collins for the dimensions of problem prevention, individual innovation, voice, taking responsibility. Proactive personality is measured by 16 indicators (e.g. "I have the power to make constructive change wherever I am"), preventing problems with 3 indicators (e.g. "I often try to develop effective procedures over the long term, even if there are obstacles to getting started) Individual innovations with 3 indicators (e.g. "I often generate creative ideas"), sounds with 4 indicators (e.g. "I often communicate views on work issues, with coworkers even if my views are different from them"), Responsibility takers with 3 indicators (e.g. "I often try to bring improved procedures at work"). The reliability of each dimension is 0.91, 0.79, 0.85, 0.82, and 0.90. Each item is measured by Likert scale 5 (1 = "never", 5 = "always").
Human Resource Practice. Items for measuring this variable are based on Pare and Tremblay (2007) that have 5 dimensions. Empowerment practices are measured by 3 indicators (e.g. "I am given flexibility to manage jobs"), developing competencies with 5 indicators (e.g. "I can develop skills to increase opportunities promoted"), sharing information with 8 indicators (e.g. "I regularly given information about the company's future projects"), recognition with 6 indicators (e.g. "The advice I give to the company is taken seriously"), fair rewards with 5 indicators (e.g. "I feel that my salary is fair Internally"). Analysis strategy Testing on the model is done in three stages. The first stage tests the second order data using the Generalized Structured Component Analysis (GSCA) with GSCA software to test the structural model. In GSCA analysis parameter estimation using least squares method. The assessment criteria used by FIT and AFIT (0-1) have big a greater value meaning, the higher the variation on the variables that can be explained by the model. GFI (close to 1) and SRMR (close to 0) indicate good fit. The second test is the Sobel Test to determine the indirect effect of HR practice variable and proactive behavior and the third stage refers to Hair et al., To analyze the role of mediation of work attachment.
IV. RESULTS AND DISCUSSION
A.
The ETL (Extraction, Transformation, Loading) process from the data source to the data warehouse database b.
Measure of fit on Structural Model
In the measurement model, the goodness of fit model is measured by looking at the FIT value of the test output. FIT values ranging from 0 to 1 show the total variant of all variables that can be explained by the structural model. The value of FIT in this study has a value of 0.605 which means that the diversity can be explained by the structural model of 60.5%, and 39.5% can be explained by other variables. In this research, the AFIT value of 0,595 or variability of variables can be explained by the model of 59.5% and 40.5% can be explained by other variables. Based on the value of FIT and AFIT model is formed is good and appropriate. More clearly can be seen in table 3. c.
Measure of fit Overall Model Goodness of fit in the overall model is known by looking at the value of GFI (unweighted least-squares) and SRMR (standardized root mean square residual) at the output. The model is said to be good if the value of GFI close to 1 and SRMR value close to 0. In this study when viewed in table 3 GFI value of 0.989 and SRMR of 0.105, then it can be said the model shows a good fit.
2.
Inner Model Inner model evaluation in this research is done on structural model using formula R2 and Q2 predictive relevance. The evaluation of structural model aims to find out how big the exogenous variable of HR Practice -High involvement (X) can explain or influence variants on variables endogenous attachment of work (M) and proactive behavior (Y). Analysis of R2 using GeSCA software (X = 0,000, M = 0,506, Y = 0,630). Based on the calculation, obtained value of Q2 = 0.817 or 81.7% which means that predictive relevance is strong. A score of 81.7% states that variations in proactive behavior variables can be explained by HR practice variables and work attachments of 81.7%. While 19.3% is explained by other variables outside the research model.
C.
Discussion Tests conducted in this study include testing the effect of HR practices on proactive behavior, the influence of HR practices on work attachment, the influence of work attachment to proactive behavior, and the influence of HR practices on proactive behavior mediated by work attachment. Data processing has been done using GeSCA 2013 program, get the results as described in table 4. Testing of HR practice variables with proactive behavior has an estimate value of 0.274 with CR value of 2.22. (CR ≥ 2.00, sig .05) then hypothesis H1 accepted, HR Practice have positive and significant influence to proactive behavior. The test between HR practice variable with work attachment shown in table 4 has estimate value of 0.711 and CR value of 11,53. CR value of 11.53 ≥ 2.00 on sig. 0.05, indicating a positive and significant value. It states that H2 is accepted. Relationship of work attachment with proactive behavior, test result showed positive and significant value that is value of loading estimate 0,576 with CR value 4,83. CR value 4,83 ≥ 2.00 on sig. 0.05 indicates that the third hypothesis (H3) is accepted.
Tests of indirect influence between HR practice variables and proactive behavior using the sobel test. The results of the test sobel states that z_value has a value of 7.21. The value is ≥ 1.96. Thus it can be stated that HR practice variables have an indirect effect on proactive behavior through job attachment variables. Testing the role of mediation of work attachment variables refers to Hair et al. First, examine the direct effects of HR practice variables on proactive behavioral variables by involving job attachment variables (CR = 2.22, CR ≥ 2.00, sig. 0.5). Second, examine the effect of HR practice variables on proactive behavioral variables on models without involving work attachment variables (0.694 and CR 9,96, CR ≥ 2.00, sig.0.5). Third, examining the effect of the variable of work attachment to the proactive behavior variable (CR = 4,4, CR ≥ 2.00, sig. 0.5). From the test results it can be concluded that work attachment plays a role in mediating the influence of HR practices on proactive behavior (H4 accepted), and the role of mediation is partial (mediation). Proactive behavior refers to the belief that a person can do something and has reason to do so. The presence of a personal character towards proactive behavior as a general construct that examines behavior intended to make changes (Bateman & Crant, 1993; Grant & Ashford, 2008; Parker et al., 2010) . The results of data processing show that HR practices have a positive and significant impact on proactive behavior. If the application of HR practices increases, employees will show improvement in proactive behavior.
Empowerment practices, competent development practices and fair reward practices are wellregarded in their application. While the practice of sharing information and recognition practices is still considered low by employees. It certainly affects the proactive behavior of employees in the company. This study supports previous research which states that HR practices have a positive and significant influence on proactive behavior of Tummers. The results are also in line with Grant et al. stating that employee proactive behavior is related to the supervisor's assessment of the behavior as a contributor to the performance and attitudes shown.
Work attachment plays a role in mediating HR practices on proactive behavior. Maden [1] who states that when the practice of human resources is improved it will affect the attachment of work and it affects the increasing proactive behavior of employees. This study is consistent with previous research that states that companies that value resources and care for their well-being will encourage employees to be tied to work and demonstrate (p-issn: 2579-5988, e-issn: 2579-597X) 21
higher proactive behavior. Salanova and Schaufeli argue that work attachment fully mediates the impact of work resources on proactive behavior in the workplace, by increasing resources for increased job attachment, which indirectly increases in proactive work behavior. The role of work attachment in mediating the influence of HR practices on proactive behavior is partial mediation. This is because the influence of HR practices on work attachment has positive and significant value, then the influence of work attachment to positive and significant positive proactive behavior, and the direct influence of HR practices on proactive behavior has positive and significant values [12] . Finally, HR Practice has a positive and significant influence on proactive behavior. Consulting firms that possess and apply good and appropriate HR practices can directly improve the employee's proactive behavior in the company. HR practices have a positive and significant influence on job attachment variables. When companies treat employees as valuable resources, employees will become more attached to their work. Work attachment has a positive and significant influence on proactive behavior. Work with high attachments will have high initiatives to change their environment. The role of work attachment in mediating the influence of HR practices on proactive behavior is partial. A good HR practice will increase the work attachment which will make employees have high proactive behavior.
V. CONCLUSIONS
1.
The result of the application of data warehouse in HR practices has a positive and significant influence on proactive behavior.
2.
Consulting firms that possess and apply good and appropriate HR practices can directly improve the employee's proactive behavior in the company.
3.
HR practices have a positive and significant influence on job attachment variables. a. When companies treat employees as valuable resources, employees become more attached to their work. Work attachment has a positive and significant influence on proactive behavior. b. Highly attached employees will have high initiatives to change their environment. The role of work attachment in mediating the influence of HR practices on proactive behavior is partial. A good HR practice will increase the work attachment which will make employees have high proactive behavior
